Introduction Police Corruption
Police corruption is a real problem in many countries in the world, where the police are perceived as one of the most corrupt organizations in the states [1] . Despite the common public perception that police corruption is widespread; addressing it is a sensitive issue for governments because of the lack of easy solution to the problem [2] .
In the past the prevailing interpretation of police corruption depends on the individual characteristics of police officers. It was believed that police officers were involved in corruption because of low moral values. When the corrupt behavior is known to the public, the managers were quick to consider this category as rotten apples and treatment of this category is to reprimand them, and reproach them on this behavior. Sanja"s interpretation of police corruption is based on a combination of factors including lack of morals of individual police, other factors related to police organization, leadership of the police, breach of rules, drugs and internal control systems. Police corruption is an act or omission, a promise of action or omission, or an attempted action or omission, committed by a police officer or a group of police officers, described by the police officer"s abuse of the official position, motivated in important part by the achievement of private gain [3] .
The rotten apple theory became the easy way to explain police corruption, especially by the administration, it is a simplistic explanation that allows the organization and senior management to blame the individual behavior, rather than addressing the structural factors. The focus is on the behavior of individuals only, and regulatory issues can be ignored or underestimated. The bad apple theory justifies police corruption as an ethical failure. However, it is not a sufficient justification in terms of the reality of organizational culture and professional police work in contribution to development and it is necessary to examine, within the structure and culture of police work and police organization that is more difficult to deal with than the ethical flaws [4] .
Some researchers argue that all efforts that focus on tightening laws, supervision and transparency are not sufficient to address the problem of corruption, which requires the establishment of a system of moral and culture for employees in order to promote these values within the organizations. Furthermore, encouraging the inclusion of moral values in the training programs will reduce the chances of corrupt behaviors [e. g. 5, 6, 7, 8, 9, 10] .
II. Organizational Culture
Most previous studies on the relationship between organizational culture and corruption in the police tried to focus on the role of culture in general to influence the behavior of individuals within the police organization and its implications. Culture in a police organization can have a positive or negative impact on the way in which police staff carry out their functions from the point of view of most of these researchers. Understanding the effect of culture on the individual behaviors on police organization can be used to improve individual productivity within the police organization. It can also be used to make radical changes in the prevailing culture in the police to avoid the negative effects of culture such as corruption and low performance of the organization and its working groups.
Corruption inside the Indian police organization is not a new phenomenon and exists in many forms and has reached an alarming stage where some practices are not even considered deviant. Pervasive corruption is an expression of the culture that has its roots in the British Raj. Among other factors, culture determines the level of honesty and integrity of the members of the police organization, the role and function of any police department is adversely affected if the prevailing norms and traditional ways of doing things encourage corrupt practices. Verma said that to control corruption in a police organization and to reform the system is to make changes in the way things are being done [11] .
Police corruption cannot exist without at least implicit or implied acceptance by the police agency. The cultural influence on police misconduct and deviant behavior is found in the degree to which such misbehavior is tolerated or even encouraged by the organization. Unfortunately, acts of corruption, brutality, and malfeasance that go unchallenged can become tolerable, unobjectionable and common. The action or inaction of managers and supervisors is critical in this regard in that they can easily create an atmosphere of eroding standards eventually leading to significant acts of corruption by their subordinates [12] .
Based on earlier study examined the influence of police organizational culture on officers" perception of integrity in the Turkish National Police, the officers" perception of police organizational culture negatively influenced their perception of integrity and the influence of organizational culture on officers" perceptions of integrity is limited to the minor or noble cause rule breakings. Administrators and mid-level managers should be aware of the negative role played by the police organizational culture and develop a positive organizational culture as an important step in developing an effective strategy to enhance police integrity [13] . Based on the review of the relevant literature discussed above the study hypothesis will be:-H0 There is no relationship between organizational culture and corruption in the Libyan police force. H1 There is a significant relationship between organizational culture and corruption in the Libyan police force.
III.

Methodology Design and Sampling
This study utilizes quantitative approach using questionnaire survey in investigating the relationship between the variables of interest in the study. Stratified random sampling was used where questionnaires were distributed to the sample of Libyan police. A total of 384 members of the Libyan police were chosen as sample size for the study. SPSS was used in this study to analyze quantitative data collected from the responses using questionnaire surveys.
Measurement
Dependent Variables
The dependent variable in this study is police corruption. A total of 36 items were used to measure the dependent variable adopted from [14] . These sets of instruments used to measure the dependent variable have shown satisfactory reliability and validity of the scales applied. Some of the items asked on the questionnaire are "It is absolutely acceptable for a police officer to use his position in order to achieve some personal gain though the way to achieve the gain is illegal" and "A police officer can differentiate on his own what is a «sign of appreciation» and what is bribery." The second statements used to measure police corruption were: "It is indispensable to adopt a new rulebook on additional payment for overtime police work". "There is strict application of control over police officers and application of sanctions for misuse of duty". All these items were ranked on a five-point Likert scale of (1 = strongly disagree; 5 = strongly agree) to measure respondents aspects of corruption perception in the Libyan police force.
Independent Variables
Organizational culture is the independent variables in the study. A total of 24 items were included in the questionnaire to measure different aspects of the police culture in their organization. Organizational culture is measured through the organizational culture assessment instrument (OCAI) developed by [15] which assesses six key dimensions of organizational culture are dominant characteristics, organizational leadership, management of employees, organizational glue, strategic emphases and criteria of success. The reliability in the context of the OCAI refers to the extent to which the instrument measures culture types consistently [16] . This part contains of 6 dimensions that that respondents are asked to consider in order to rate their organization. Every question has four choices. Response descriptions against items were given on a five-point Likert-type scale (1 = strongly disagree; 5 = strongly agree) among the four choices depending on the extents to which each choice describes their organization.
This mechanism has been found to be both useful and accurate in analyzing important aspects of an organization"s underlying culture. It has been used in more than a thousand organizations and it has been found to predict organizational performance. Examples of the items include statements like "My organization is a very personal place. It is like an extended family. Police members seem to share a lot of them" and "The management style in the police organization is characterized by teamwork, consensus, and participation".
IV.
Results
Regression Analysis
The descriptive table below shows the mean and standard deviation (M (SD)) of variables in the study. The organizational culture score highest mean which is, 4.17(0.221). The dependent variable, police corruption has mean score of 3.67(0.180). The respondents were 384 in total. The descriptive table above shows the mean and standard deviation (M (±SD)) of all dimensions in the organizational culture and corruption. There were six dimensions in the organizational culture. The highest mean score in the dimensions was organizational leadership 4.27(±0.321), followed by dominant characteristics 4.23(±0.355), criteria of success 4.21(±0.351), management employees 4.16(±0.369), organizational glue 4.12(±0.397) and the lowest mean score was the strategic emphasis 4.10(±0.426). The dependent variable police corruption has mean score of 3.67(±0.180). The respondents were 384 in total. The above table depicts the correlations between all organizational culture"s dimensions. From the table, the researcher can detect which organizational culture dimensions show a significant correlation with the police corruption. The correlations are shown as colored values. By neglecting the significant level of p < 0.05, the maximum correlation is recorded by management of employees (17.1%) followed by criteria of success (15.3%), organization glue (10.7%), organizational leadership (8%) and dominant characteristics (5%). The lowest correlation is recorded by strategic emphases (4%). In other words, the first five dimensions of organizational culture mentioned above recorded negative relationships with police corruption based on the correlations analysis. The positive relationship recorded only with last dimensions which is strategic emphases. The researcher can determine that the dependent variable police corruption was significantly correlated at p < 0.05 with three of the dimensions. The results of the correlations can be reported as; Police corruption and Management of Employees, r = -0.171, p<0.05, Police corruption and Organization Glue, r = -0.107, p<0.05, and Police corruption and Criteria of Success, r = -0.153, p<0.05
Table 3 Correlations between variables
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From the results above police corruption has negative relationships with all significant correlated dimensions. They have an inverse relationship which was negative correlation with police corruption. The highest correlation between the police corruption and organizational culture dimensions was the management of employees, r = -0.171. However, the correlation is low. The closer the "r" value to 1, the stronger the relationship. The researcher can assume that, the higher the police corruption, the lower the management of employees of the Libya police force. was correlated with the dominant characteristics, organizational leadership, management of employees, organization glue, strategic emphasis and criteria of success. The R value indicated that the closer the value to 1, the stronger the relationship. These findings shows that the R = 0.197 has a low relationship and positively correlated with the combined dimensions. The ANOVA table above shows that Sig. (p value) = 0.020. As p <0.05, the predictions are significantly better than would be expected. It is reported as; F (6, 377) = 2.535; p < 0.05. This implies that the predictor dimensions jointly and significantly predict the dependent variable (corruption). The ANOVA table further reveals that the predictor dimensions when combined together accounted (R²= 0.039) 4% of the total variance observed in performance (R = 0.197, F = 2.535 and p < 0.05). The standardized Beta Coefficient column shows the contribution that an individual dimension makes to the model. The beta weight is the average amount of dependent variable increases when the independent variable increases by one standard deviation (all other dimensions were held constant). The largest influence on police corruption was management of employees (ß=-0.118) which has been reported in the Standardized Beta Coefficient column. T-test was also performed to test the two-tailed hypothesis that the beta value is significantly higher or lower than zero. This enables the researcher to see which predictors were significant. From the table, none of organizational culture dimensions were a significant predictor to the police corruption. However, based on the standardized Beta coefficient, in term of predicting police corruption, management of employees contributed to the highest police corruption, which recorded 12% (B = -0.057, t = -1.645, p > 0. 
Discussion And Conclusions
Discussion
In this study, the research question was answered. Findings from the research question revealed a significant relationship exists among organizational culture (r= -0.117), and police corruption. The study shows that organizational culture had an inverse negative relationship with police corruption. The relationships are moderately high and significant as the significant level was set at 0.05.The independent variable organizational culture (B= -0.164, t= -4.208, p< 0.05), had a significant relative contribution to the police corruption based on regression analysis. Estimated contribution for the organizational culture to police corruption was (20%).
Regression analysis was performed on the independent variable dimensions to further confirm the research question findings. Three out of six dimensions in organizational culture had significant inverse relationships with police corruption; management of employees (r= -0.171), organization glue (r= -0.107) and criteria of success (r= -0.153). However, the entire dimensions did not significantly contribute to police corruption. By neglecting the significant level at p< 0.05 based on the standardized Beta coefficient, in term of predicting police corruption, management of employees contributed to the highest corruption and report 12% (B = -0.057, t = -1.645), followed by dominant characteristics, 8% (B= 0.041, t = 1.215) and organizational leadership, 5% (B= -0.026, t = -0.886). The lowest contribution were the organization glue (B=-0.017, t= -0.598), strategic emphases (B=-0.015, t= -0.536) and criteria of success (B=-0.018, t= -0.451) each of them contributes 4% to the police corruption. The R²= 0.039 (4%) was the amount of variance in the dependent variable (Police Corruption) that can be explained by the organizational culture dimensions when combined together.
VI. Conclusions
The results of the statistical analysis supported the alternative research hypothesis. The findings showed that the organizational culture of the Libyan police force negatively influences their perception of corruption. These findings are consistent with the earlier study conducted by [13] who discussed the influence of police organizational culture on perception of police integrity including corruption, revealed a negative relationship between officers" perception of organizational culture and their perception of integrity. In this study, results of the organizational culture dimensions indicated that only management of employees, organization glue and criteria of success had a significant inverse relationship with the police corruption. These finding has some implications. With a poor management of employees, organization glue and criteria of success, the police force might tend in the mire of corruption. The efforts to increase employees management, loyalty to the organization and has successful criterion could prevent or reduce corruption. Being just dominant in characteristics, organizational leadership and strategic emphases do not contribute to police corruption based on the insignificant relationship. Thus, efforts should be made to foster a better management, organization glue and criteria of success among the police to ensure zero corruption.
